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BLOG: PEOPLE ANALYTICS 
Why Informal Networks Are Set To Revolutionize HR And People Analytics? 


By: Greg Newman, Product Manager People Analytics, TrustSphere 
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To date, very litthe work has been done on harnessing the power of informal networks and teams in the world 
of both global HR and global HR systems. The fluidity and informality of teamwork has always meant that 
capturing ever changing team membership and dynamics has been virtually impossible at any scale. 


While the science behind Organizational Network Analytics (ONA) pioneered by the likes of Karen Stephenson 
and Rob Cross is well established, tried and tested, the ability to scale these insights has always been a major 
hurdle to these powerful data points going mainstream. 


There is no doubt that traditional survey based ONA produces creat results, but its ‘point in time’ nature and 
high cost overheads means that while the teams and connections can be identified and measured, keeping 
the data up to date is virtually impossible. 


Informal networks are finally visible 





Fig 1 - Revealing the relationship that underpin the formal hierachy 


© TrustSphere BECAUSE RELATIONSHIPS MATTER www.trustsphere.com 1 





Recent technological leaps by companies like my own (www.trustsphere.com) which have moved ONA from a 
paper based process into a real-time continuous flow of data have transformed the ability of organization's 
to map their informal networks and understand the way that work really gets done. 


And as HR and newly formed People Analytics/Workforce Analytics teams try to tackle the seemingly 
Sisyphean challenges of trying to measure engagement, productivity and employee happiness, as a straight 
forward alternative, ONA is well placed to supply hard data and answer specific business questions. 


| predict that 2017 will be the year that ONA goes mainstream and finally gets the recognition that it deserves, 
as it demonstrates how it can quickly shine a light on these types of business critical questions: 


Who are our most influential employees? 





Fig 2 - Finding the hidden influencers that hold the network together. 


By measuring the Betweenness Centrality, Eigenvector Centrality (and some other secret sauce), ONA can 
quickly quantify the ability of an employee to exert their influence (and even who within the organization they 
can actually influence in their informal network).This enables organizations to find the hidden influencers in 
their organization who can help drive change and support business transformation. 


Who do we actually need to be succession planning for? 
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Fig 3 - Who has the most unique and useful networks? 
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Succession planning has always been a fairly formulaic and cursory process, with target roles identified by 
looking simply at an employee's place in the formal hierarchy. By looking at every employee's network, its 
uniqueness, isolation and amount of overlap, ONA helps organizations find those employees who are key to 
managing critical internal and external networks and where succession planning effort should actually be 
directed. The next step is to understand which employee would be the best fit, who has already built a similar 
network or show the network potential of a possible Successor. 


How immersed are my employees in our organization? 
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Fig 4 - Mapping an employees changing network immersion. 


From tracking the speed and spread of a new starters network to identifying hidden zombies, vampires 
and identifying potential flight risk, ONA can be used to provide real-time insights on the growth, plateau, 
stagnation and shrinkage of employees internal and external networks, a key signal in overall engagement 
and performance. 


What does good leadership behavior look like? 
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Employee10 —— Employee 2 
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Employee 6 
Fig 5 - Quantified evidence of leadership behaviours. 


Measuring the number of strong relationships that a line manager has with their direct reports, understanding 
how a great leaders network is spread across the organization and benchmarking the networks of the best 
leaders is all now possible. Supplying vital data and action oriented coaching advice helps organizations 
develop their own leaders. 


© TrustSphere BECAUSE RELATIONSHIPS MATTER www.trustsphere.com 3 





Where are we collaborating well, and where aren't 3° 3° 





we? 
Ops Admin 
Measuring collaboration has always been difficult, 


4 
measuring changes in collaboration, virtually as 
impossible but ONA supplies data on the flows of 
information, the streneth of relationships and the 


a 2. 
network activity of individuals and the teams and CEO Office 
units they work in. Suddenly collaboration has gone 
from abstract and theoretical, to measurable and i. 
actionable. 

‘6 ] 
ONA’s amazing ability to help identify all of these a 7 Tehmctogy 
behaviors and activities and then monitor the 


changes inthem is providing organizations allaround 
the world with unique competitive advantages in 
identifying, developing and retaining top talent. 
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Fig 6 - Measuring collaboration for individuals and teams 


HR teams have focussed a lot on the formal structure and hierarchy of the organization, but with computational 
advances and innovative technologies in the market, it is finally possible to study the informal networks in an 
organization, at scale. If you could see the network of human activity that powers your organization, what do 
you think would be the first thing that it would reveal’ 


Greg is the Product Manager for People Analytics at TrustSphere; creating 


revolutionary insights into how employees work and create value at work, 
. 3 ultimately driving data-driven decision-making. With over 18 years of 
ss 7 experience in HR technology, he is an expert in the field. “Relationships 
ve - [Greg says] are the heart of our software, and also my role. | work with 
ae a broad range of people...anyone [really] who shares our passion for 


changing the way we work.” 
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Linkedin: https://www.linkedin.com/in/newmangreg/ 
| iD ws Twitter: @_GRE6 


People Analytics by TrustSphere. Organizational Network Analysis to help maximize your talent. 


TrustSphere is the pioneer of real-time Organizational Network Analytics, revolutionizing People Analytics and 
Human Capital Management. By analyzing the meta data from enterprise communication and collaboration systems, 
Trustsphere empowers true data-driven decision making. Current uses include accelerating employee onboardinag, 
identifying key influencers and collaborators, answering essential organizational design questions, and predicting 
employee burnout. The results are achieved without ever accessing any communication content. The solutions are 


deployable in real time or as a diagnostic service. 


For more information, email us at PeopleAnalytics@trustsphere.com. 
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